Euromoney Institutional Investor PLC 
Our 2021 gender pay gap report 


The success of our business and delivery of our strategy is dependent on recruiting, retaining, developing and motivating talented 
people. 


Our commitment to inclusion and diversity continues to be an important focus for us. We participated in The Hampton-Alexander 
Review, which is an independent, voluntary and business-led initiative supported by Government to increase female representation in 
senior leadership positions and on boards of FTSE 350 Companies. This review set a target of 33% female representation on FTSE 350 
Boards and at the Executive Committee level to be achieved by the end of 2020. The Review captured over 23,000 leadership roles in 
350 of the UK’s largest companies making it the largest voluntary approach to improving female representation at the Board and 
executive level. 


We ranked 12t" in the FTSE 250 2020 Women on Boards and in Leadership Report and the subsequent FTSE 350 Women Leaders review 
showed the percentage of direct reports of our management team increased from 36% in 2020 to 39% in 2021. 


Our female representation is 44% at the Board level and 33% at the Executive Committee level. 


We continue to focus on doing more to appeal to everyone who could contribute to our success. 


Gender Hourly Pay Gap 


Hourly pay difference between men and women 
Mean Median 
Hourly Pay 22.12% 24.37% Mean hourly pay is 22.12% higher for men than women. Median hourly pay is 24.37% higher than that of 


women. 
Gender Bonus Gap 
Bonus difference between men and women 
Mean Median 
Bonus Pay 37.77% 21.68% Mean bonus pay is 37.77% higher for men than women. Median bonus pay is 21.68% higher for men than 
women. 


Proportion of Women and Men Paid a Bonus 


Men Women 
81.29% 82.09% This shows a 0.8% difference between the number of men and the number of women being paid a bonus. 


Proportion of Women and Men by Quartile 
The images below illustrate the gender distribution across four equally sized quartiles. 
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Overall, our 2021 results are disappointing. 
Our data for 2021 indicates that our hourly gender pay gap increased since 2020. 


The impact of covid-19 on our events business was a significant factor in the worsening of our 2021 gender pay gap. We have more 
females participating in commission sales plans, including some of our top earning females whose variable pay was reduced in the 
reporting period. In addition, a small number of higher paid women in the UK left us during the period, including from the 2020 
restructuring which resulted from the pandemic. 


Our mean bonus pay gap has also increased since 2020. This is mainly attributable to the vesting of a share-based incentive for our 
Chief Executive Officer. 


We are deeply committed to diversity and inclusion. This includes improving our gender pay position. We will keep learning from the 
data and take action to reduce the gender pay gap and improve gender equality in our organisation. 


Globally, we continue to make good progress on senior female representation. Since last year we have increased female representation 
at the Executive Committee (from 27% to 33%) and Senior Management Group (from 33% to 43%) levels. 


This year, we are introducing a new global approach to track and report on gender pay. Our new reporting framework will initially focus 
on the pay gap for fixed pay. 


In addition, we continue to invest in initiatives to improve senior female representation, for example, the launch of a female future 
leaders development programme in partnership with Women@Euromoney. 


| confirm the data reported above is accurate. 


Nigel Martin 
Global Human Resources Director 


